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The long-term negative consequences of job insecurity on employees health and well-being have been demonstrated by several studies, but there is very little evidence on the daily experience of job insecurity and on the factors that may influence it. Therefore, we investigated whether short-term changes occur in the experience of job insecurity and whether these are influenced by daily co-worker conflicts. We carried out a diary study, in which 66 employees answered a questionnaire over the course of five working days. We conducted a multilevel analysis in which we included co-worker conflicts as a predictor, and type of contract, emotional stability, and aggregated job insecurity perceptions as control variables. Our results revealed that job insecurity varies on a daily level, and that 23 per cent of the variance could be explained at a withinperson level. Co-worker conflicts were a significant positive predictor for perceived job insecurity in subsequent days after controlling for aggregated job insecurity perceptions at person level. Reversed causation was not found. Practical implications for organisations should focus on the promotion of positive social relations in the work environment in order to mitigate or avoid the negative consequences of social stressors in uncertain times.
In recent decades, the work environment has changed for the worse in several ways. Globalisation, flexibility demands, and economic crises, among other factors, have impacted the labour market. Nowadays, changes such as outsourcing, organisational restructuring, reductions in staff, acquisitions, closures of businesses, and so on have become more and more common, and are means used by companies to remain competitive and to survive (De Vries & Balazs, 1997; Sverke, Hellgren, & N€ aswall, 2002) . As expected, these changes can have some unintended consequences (see Kompier, 2006) . For workers, they increase their concern or worries about losing their job or particular job features, which is defined as job insecurity (Hartley, Jacobson, Klandermans, & Vuuren, 1991) . There is currently a general agreement that job insecurity affects the personal health and/or well-being of employees (e.g., BernhardOettel, Sverke, & De Witte, 2005; Burgard, Brand, & House, 2009; Huang, Lee, Ashford, Chen, & Ren, 2010) , and also has negative consequences for organisations (e.g., Cheng & Chan, 2008; De Witte, 2005; Huang et al., 2010; Schreurs, van Emmerik, G€ unter, & Germeys, 2012) . However, it is unclear if such worries about the future of ones job can be affected by daily work events of employees.
Besides internationalisation and competition, the shift in work from physical to more mental demands is one of the most striking organisational changes requiring cognitive as well as communication skills in daily work life (Kompier, 2006) . Especially in the context of organisational change, participants tend to compete with co-workers instead of cooperating (cf. Greenglass & Burke, 2001 ). Behaviours such as verbal attacks, giving rude and reckless feedback, or undermining the success of others refer to social conflicts, and have been subsumed to the term social stressors (Dormann & Zapf, 2002; Semmer, Jacobshagen, Meier, & Elfering, 2007) . Daily experiences of social stressors are not uncommon. Grebner, Elfering, Semmer, Kaiser-Probst, and Schlapbach (2004) found in their diary study that the most frequent stressful events involved social stressors both in private life and at work. Negative social experiences at work drain cognitive and emotional resources normally used to fulfil work tasks (cf. Hershcovis & Barling, 2010) and often cause pervasive thoughts about stressors (i.e., worrying about future events and ruminating about past experiences; see Geurts, 2014) when away from ones work (e.g., Pereira, Gerhardt, Kottwitz, & Elfering, 2016; Sonnentag & Fritz, 2015) . Worries about the security of (certain features of) ones job, such as "Will I be able to perform well and to keep my job in spite of these conflicts?" or "Can I keep a positive relationship with my colleagues?" might appear.
Building on the affective events theory (AET; Weiss & Cropanzano, 1996) , the present study aimed to extend current research on job insecurity in two ways. Firstly, as far as research approaches are concerned, scientists have predominantly executed cross-sectional surveys and, to a lesser degree, longitudinal studies . There is still, however, very little evidence on the temporal variability of this phenomenon, for instance, whether short-term changes occur in the experience of job insecurity. Thus, we focused on daily doubts about job security. Secondly, there is little information on whether job insecurity is influenced by other stressors in the workplace.
Previous research has mainly focused on the consequences of job insecurity as a work stressor (see Cheng & Chan, 2008) . We investigated job insecurity not as a stressor itself, but as a response to a work stressor. Studies that explored the predictors of job insecurity usually have addressed other kinds of circumstances, such as labour market characteristics, employment contracts, or organisational change (see Keim, Landis, Pierce, & Earnest, 2014; . Shoss (2017) argued that interpersonal antecedents such as conflicts at work might influence the feelings of job insecurity. Nevertheless, the impact of social factors at work, such as the impact of co-worker conflicts on the feelings of job insecurity at daily level, has received less attention. The current diary study contributes to the literature by exploring the day-to-day relationship of co-worker conflicts and job insecurity. We also investigated reciprocal relationships, namely whether feelings of job insecurity can also impact co-worker conflicts.
AFFECTIVE EVENTS THEORY AND JOB INSECURITY
Work, beyond being a means to earning money, has significant positive psychosocial functions. Besides maintaining and advancing our skills and giving us structure, work facilitates social contacts and appreciation, and it often is an important part of our identity (Jahoda, 1983) . However, what happens if there is a deterioration of one or more of those functions, for example, when social contacts at work turn out to be a source of stress due to frequent conflicts with colleagues? The AET (Weiss & Cropanzano, 1996) provides an explanation for affective reactions to events at work. According to AET, events at work could elicit negative affective reactions: "Things happen to people in work settings and people react emotionally to these events" (p. 11). Thus, an important point of this theory concerns affective experiences and how events in the environment may elicit affective reactions. Weiss and Cropanzano (1996) argued that affect levels vary over time and that relevant events in the workplace, whether positive or negative, could explain this variation.
In line with these considerations, negative events at work might increase daily worries about the future of ones job, in terms of a strain reaction, which is called job insecurity. As known from research on pervasive thoughts, especially "thoughts, which are mostly negative in affective terms" (Pravettoni, Cropley, Leotta, & Bagnara, 2007 , p. 1937 ) are considered as harmful or stressful for health (Cropley & Zijlstra, 2011; Querstret & Cropley, 2012) and not "problem solving" thoughts, that is, "prolonged mental scrutiny of a particular problem or an evaluation of previous work in order to see how it can be improved" (Cropley & Zijlstra, 2011, p. 493) . This highlights the importance of the affective element of such work-related thoughts. In line with these considerations, the literature on job insecurity distinguishes between concerns or worries about losing ones job or particular job features, for instance working conditions or social contacts (affective job insecurity) on the one hand, and the perception of the likelihood of negative changes to ones job (cognitive job insecurity) on the other. Although both dimensions refer to the potential threat of losing ones job or important aspects of the job, studies show that both dimensions are different constructs (e.g., Borg & Elizur, 1992; Staufenbiel & K€ onig, 2011) . Borg and Elizur (1992) suggested that affective job insecurity might require at least traces of cognitive job insecurity but not vice versa. Since affective job insecurity refers to worries about a threatened job situation and cognitive job insecurity to the likelihood of losing ones job, it seems that a person might see that the future of her or his job is not secure, but it does not necessarily mean that this situation elicits emotional or affective responses to the threat, because the person might believe that she or he would easily and quickly find another job. Previous research found worrying about (features of) ones job to mediate the relationship between the perceived likelihood of adverse consequences and impaired job satisfaction and well-being (Huang et al., 2010; Huang, Niu, Lee, & Ashford, 2012) . Huang et al. (2010) , Staufenbiel and K€ onig (2011), Vander Elst, De Witte, and De Cuyper (2014) , who all relied on Borg and Elizur (1992) argued that these worries about ones future job security can (theoretically) be seen as the affective dimension of job insecurity. According to the AET (Weiss & Cropanzano, 1996) , it seems plausible to assume that especially these affective components of job insecurity are associated with affective events (in this case conflicts with co-workers). Therefore, we also focused on worries about ones job security, which is the affective dimension of job insecurity. argued that compared to job loss, which is something immediate, job insecurity represents an everyday experience that involves prolonged uncertainty about the future of ones job. In order to address this issue, Schreurs et al. (2012) investigated whether there were short-term changes in the experience of job insecurity. They reported weekly variations in job insecurity and thus concluded that it could affect employees performance to varying degrees. According to Ohly, Sonnentag, Niessen, and Zapf (2010) , everyday experience suggests that people are not always in the same mood and different variables could vary from day to day. Therefore, we argue that it is very important to investigate daily variations in job insecurity in order to better understand the short-term dynamics of these feelings, by assessing it in real-time, which we cannot investigate using cross-sectional studies or longitudinal studies with time lags of several months or years (Ohly et al., 2010) . Furthermore, and to the best of our knowledge, there is no study that has investigated the daily experience of job insecurity so far. The present study aims to fill this gap. We predicted that:
Hypothesis 1: Job insecurity varies on a daily level.
SOCIAL STRESSORS AS AFFECTIVE EVENTS
According to the AET, dynamic processes-such as daily hassles or upliftsrather than general working conditions are most important in eliciting affective reactions (M€ uller & Biebricher, 2010; Weiss & Cropanzano, 1996) . Social interactions with co-workers, supervisors, and customers are part of everyday life for many employees. Such interactions at work might have both positive and negative effects on employees well-being, fostering feelings of social companionship and relatedness as well as a sense of competence and self-esteem; however, they might also be perceived as social stressors. Dormann and Zapf (2002) defined social stressors as including "social animosities, conflict with co-workers and supervisors, unfair behaviour, and a negative climate" (p. 35).
The literature on social stressors shows that the topic has been approached from different angles, for instance in terms of interpersonal conflicts at work (e.g., Bolger, DeLongis, Kessler, & Schilling, 1989; Dormann & Zapf, 2004) , or of workplace bullying (e.g., De Cuyper, Baillien, & De Witte, 2009; Otto & Mamatoglu, 2015) , which can be considered as an extreme form of a social stressor (see Rodr ıguez-Muñoz, Baillien, De Witte, Moreno-Jim enez, & Pastor, 2009 ). However, mild forms of social stressors are quite common. According to the European Foundation for the Improvement of Living and Working Conditions (Eurofound, 2015) , verbal abuse seems to be particularly prevalent. Around 12 per cent of the respondents reported verbal abuse in the workplace during the previous month. In their diary study, Bolger et al. (1989) found that interpersonal conflict was the most upsetting variable having an impact on mood. Schwartz and Stone (1993) showed that 15 per cent of the most common daily problems reported by participants were conflicts with supervisors, colleagues, and/or customers. Ilies, Johnson, Judge, and Keeney (2011) used a within-person design in order to investigate the effects of interpersonal conflict as a work stressor. They argued that although there is research on the effects of interpersonal conflicts at work, the immediate reaction to these conflicts has received scant attention.
In line with the assumptions of AET (Weiss & Cropanzano, 1996) , social stressors might constitute negative affective events in terms of daily hassles, evoking affective reactions. Such negative affective events deplete cognitive and emotional resources that are needed in daily working life (cf. Hershcovis & Barling, 2010) . Moreover, such interpersonal tension and rejection threatens the fundamental need to belong to a group and the ability to maintain good interpersonal relationships (see Baumeister & Leary, 1995) . Perceived rejection was found to be linked to mistreatment by co-workers and adverse affective outcomes (Penhaligon, Louis, & Restubog, 2009) . A negative social climate at work increases negative emotions at work and decreases job satisfaction (Grebner et al., 2003; Kessler, Spector, Chang, & Parr, 2008) . Regarding day-to-day processes, Meier, Gross, Spector, and Semmer (2013) found relationship conflict (i.e., frictions, tensions, or emotional conflicts between members of the team and the person) specifically to predict angry mood. Moreover, a recent meta-analysis confirmed a link between social conflicts and impaired detachment from work; this seems to be mediated through emotional processes (Wendsche & Lohmann-Haislah, 2017) . In contrast to pervasive thoughts about work, detachment means distracting oneself mentally from the working situation by not thinking about work-related issues (Sonnentag, 2012; Sonnentag & Fritz, 2015) . On a daily level, social conflicts with customers were associated with lower detachment and negative work-related thoughts in the evening (Volmer, Binnewies, Sonnentag, & Niessen, 2012) . In other words, daily social conflicts constitute negative affective events that might lead to negative pervasive thoughts. That is, the person worries about the job.
JOB INSECURITY AS AFFECTIVE REACTION
Applying the AET (Weiss & Cropanzano, 1996) to our study, we argue that daily worries about the future of ones job could be sensitive to daily working conditions. These worries might include the fear of losing important job values or the fear of losing ones job (e.g., by getting fired), and they might be influenced by negative events at work, namely conflicts with co-workers. Questions that run through a workers mind might include: "What happens if I had a quarrel today with my co-workers, or if I had to pay for the mistakes of others?" Confronted with these conflicts, subsequent questions might be: "If I argue with my co-workers, will that make me look bad to my supervisor? Will my performance rating suffer? Will I not get the promotion? Does not getting along well with my co-workers means I am bad at my job? Will they fire me if I cannot get along with my co-workers? Could I therefore be one of the first to lose my job if downsizing would occur?" These questions are examples related to co-worker conflicts, and it has been unknown until now whether job insecurity could be influenced by these kinds of social stressors.
As outlined before, daily social conflicts can have negative consequences for workers. Cropley and Zijlstra (2011) argued that people often persevere in thinking about work issues when they are confronted with problems at work. Yet, emotional and mental resources might be blocked by negative thoughts about the conflict or by focusing on the prevention of further conflict, thus impeding performance (Hershcovis & Barling, 2010) . Considering the AET (Weiss & Cropanzano, 1996) , Glasø, Vie, Holmedal, and Einarsen (2011) found that workplace bullying increases emotional experiences in target individuals. The exposure to this kind of conflict at work is positively associated with negative emotions. Glambek, Matthiesen, Hetland, and Einarsen (2014) investigated whether workplace bullying might be an antecedent of job insecurity. They found that job insecurity was higher for workers who were experiencing bullying in the workplace. These findings suggest that interpersonal conflicts might increase concerns about the job.
Shoss (2017) developed a conceptual model of antecedents and consequences of job insecurity and argued that interpersonal antecedents might influence feelings of job insecurity. One aspect of these interpersonal antecedents refers to the quality of the relationship with supervisors or with co-workers. However, this antecedent has received less attention. In her review she proposed a typology that might explain the link between the focus of the threat, the selection/ perception mechanism, and the perception of insecurity. Shoss (2017) argues that antecedents (e.g., prior social conflicts) could create a perceptual bias (i.e., a psychological spillover "that predisposes a person to perceive greater threats"; Shoss, 2017 Shoss, , p. 1924 which in turn leads to enhanced risk perception including perceived job insecurity (subjective perception). In addition, there are also objective factors which might put the job at risk (selection mechanism). The focus of the threat can depend on the person, which means that the continuity in a given job is at risk (person at risk threat), for example, because of a poor relationship with the supervisor (Shoss, 2017) or, as in our study, a poor relationship with co-workers. According to Shoss (2017) , this poor relationship with co-workers might constitute the circumstances which put people at risk, increasing in this way the worries about the future of ones job. We argued that experiencing daily negative events at work elicits affective reactions based on emotional process, increasing worries about the job. Thus, these conflicts might represent a threat to the continuity of ones job or to the continuity of important and valuable job characteristics (e.g., social bonds), or increase worries about the future of ones job, such as: "Will I be excluded by my colleagues? Could this result in deterioration of important characteristics of my job?" These negative thoughts about social conflicts have the potential to negatively affect job insecurity.
To sum up, within the scope of the AET (Weiss & Cropanzano, 1996) , negative or positive events at work could elicit affective reactions on both the general and daily level. For our study, we argue that negative events at worknamely daily social stressors at work-represented by daily conflicts with coworkers could increase subsequent worries about the continuity of ones job. Notably, over and above affective events themselves, characteristics of the general work situation and personality dispositions also shape affective reactions. In line with the AET (Weiss & Cropanzano, 1996) , the impact of daily coworker conflicts on job insecurity perceptions experienced in the next few days should remain significant when considering the general working conditions of the person (the mean perceived daily job insecurity):
Hypothesis 2: Daily co-worker conflicts are positively related to feelings of job insecurity in the next days.
V C 2018 International Association of Applied Psychology.
So far, little is known about the direction of the relationship between social stressors, or more specifically, co-worker conflicts, and job insecurity. In one of the few studies to examine this issue, Baillien and De Witte (2009) crosssectionally investigated job insecurity as a mediator in the relationship between organisational change and bullying. Their study revealed that the relationship between organisational change and bullying was fully mediated by job insecurity, which also suggests reversed causation effects. However, due to the crosssectional design, the obtained results were more related to generating further hypotheses than to answering the research question about mediation and the causal direction. Shoss (2017) also proposed in her conceptual model of antecedents and outcomes of job insecurity that job insecurity might have an indirect effect on poor interpersonal behaviour, for instance on bullying, whichas outlined before-is also considered in the literature as a social stressor at work. Taking into account the model proposed by Shoss (2017) , specifically the possible consequences of job insecurity, it is also plausible that a reverse causation (job insecurity predicts co-worker conflicts) might exist. Basing our study on the AET (Weiss & Cropanzano, 1996) , we assumed that co-worker conflicts as negative events cause job insecurity perceptions (postulated direction of causation). Inspired by Baillien and De Witte (2009) and by Shoss (2017) , we also analysed reversed relationships. Specifically, we included daily job insecurity as an antecedent of conflicts with co-workers over the next few days in order to investigate whether worries about the future of ones job are related to subsequent conflicts with co-workers (as well).
METHOD Procedure and Participants
To investigate whether short-term changes occur in the daily experience of job insecurity and whether these are influenced by preceding daily co-worker conflicts, we used a within-subjects analysis in which employees answered our questionnaire over the course of five working days.
The data was part of a research project about the use of social networks, stress, and well-being. Data was collected in January 2014 from 74 employees working in different sectors (e.g., information technology, university staff, administration, emergency medical services and medicine, education). Participants were recruited using snowball sampling and contacted via e-mail for answering the questionnaire. As an incentive to participate in this study, a lottery with vouchers was announced. The participants were asked to complete a short questionnaire at least three times in the evening. From 74 participants, 60 completed the questionnaire five times, three participants four times and three participants three times, while the remaining eight participants completed the questionnaire less than three times and were therefore excluded. Our final sample size thus comprised 66 employees whose ages ranged from 18 to 62 years (M 5 30.18, SD 5 9.38) and 67 per cent of which were female. Fifty per cent of the participants had a temporary contract and 63 per cent worked fulltime. Nearly two thirds (62%) held a university degree, 25 per cent of the participants had graduated with a diploma granting entrance to technical college or university after 12 or 13 years of education, 8 per cent held a high school diploma after 10 years of education, and 2 per cent of the participants had graduated with a high school diploma after nine years of education.
All participants first had to fill out a general questionnaire in order to assess demographic variables, characteristics of their job, personality (emotional stability), and their general level of job insecurity. After having completed the general survey, participants had to decide when they would like to begin with the daily questionnaires and how they would like to be reminded (via e-mail, Facebook, or WhatsApp). Participants received a personal link and a daily reminder which prompted them to answer the questions. The daily questionnaire which had to be filled out at the end of the working day took around five minutes to complete.
Measures
Our multilevel data included repeated measurements at the first level (day level) and the individual persons at the second level (between-person level). In order to measure the first (day) level, our variables were daily job insecurity and daily co-worker conflicts. Because we conducted a diary study, we adapted items of social stressors (i.e., co-worker conflicts) for a daily level assessment.
Daily Job Insecurity. We assessed daily job insecurity by a single-item ("Today I have been worrying about the future of my job"). The item was answered on a 7-point Likert-scale ranging from 1 (strongly disagree) to 7 (strongly agree). It is important to notice that we also assessed general job insecurity using the respective four-item job insecurity scale developed by De Witte (2000) which has proven to be an appropriate measure for job insecurity ( Vander Elst et al., 2014) . Correlation analyses showed that our daily aggregated job-insecurity item was significantly correlated with the general job insecurity scale (r 5 .61, p < .01, see also Table 1 ).
Daily Co-Worker Conflicts. Social stressors were measured with eight items of the scale developed by Frese and Zapf (1987) and we adapted the items to co-workers in case these referred to supervisors; for example, "Today there was conflict with some colleagues", "Today I had to work together with unfriendly colleagues" or "Today I had to pay for the mistakes of my colleagues". Items were answered on a 7-point Likert-scale ranging from 1 (strongly disagree) to 7 (strongly agree); Cronbachs alpha for the first (day) level ranged between .80 -.91 across the working days. We also provided the reliability for the second level (between-person level) because for testing the alternative model we included the mean of co-worker conflicts as a secondlevel and control variable; named aggregated co-worker conflict. Cronbachs alpha was .91, indicating a high internal consistency.
Before analysing the data we tested for normality using the KolmogorovSmirnov test. There were significant deviations from normality on the variables we measured. Daily job insecurity and daily conflicts with colleagues were skewed towards lower scores. Since job insecurity next days and co-worker conflicts next days were skewed, we ran our analyses both with the original data and with a logarithmic transformation. These analyses yielded a very similar pattern. Therefore, we report the analyses with the original data. It is important to note that it is rather common that job insecurity shows lower scores. Baillien and De Witte (2009) reported, for instance, a mean of 1.89 (on a scale from 1 to 5) and Schreurs et al. (2012) reported a mean of 2.72 (on a scale from 1 to 6). Several studies show similar findings for social stressors. For instance Pereira and Elfering (2014) reported a mean of 1.53 (on a scale from 1 to 5) and Binnewies, Sonnentag, and Mojza (2009) reported a mean of 1.33. These findings show that our results were similar to other studies in the literature about job insecurity.
Control Variables. In order to control for inter-individual differences in job insecurity, we included the mean of job insecurity of the daily assessment at the second level; named aggregated job insecurity. We included type of contract, which is an objective job insecurity measure, as a control variable, since findings by Keim et al. (2014) show that the type of contract is a significant predictor of job insecurity with permanents perceiving less job insecurity than temporaries. However, we argue that independently of the type of contract, every worker could experience daily conflicts with co-workers which in turn might increase daily feelings of job insecurity. Thus, this control variable was included in order to investigate whether the effects of daily conflicts at work on daily levels of job insecurity are independent of the type of contract (permanent vs. temporary).
Additionally, and according to Weiss and Cropanzano (1996) , the affective reaction to events at work could be influenced by individual dispositions. Following this line of thinking, M€ uller and Biebricher (2010) found a positive relationship between neuroticism and negative experiences at work. Furthermore, Tivendell and Bourbonnais (2000) found that neuroticism was related to job insecurity. Therefore, we included emotional stability (emotional stability as the opposite of neuroticism) as another control variable in our study. We measured emotional stability with two items of the short version of the Big Five Inventory (Rammstedt & John, 2007) ; the two items were "I see myself as someone who is relaxed, handles stress well" and "I see myself as someone who gets nervous easily" (reversed coded). Items were answered on a 7-point Likert-scale that ranged from 1 (strongly disagree) to 7 (strongly agree). We found a significant relationship between the two items (r 5 .52, p < .01).
RESULTS
We conducted a diary study with repeated measurements nested within individuals. That is, this design leads to a two-level model with the repeated measurements at the first (day) level (k 5 321 occasions), and the individual persons at the second (between-person) level (N 5 66 participants). For testing our hypotheses, we analysed them with a multilevel random coefficient model using HLM 7 (Raudenbush, Bryk, & Congdon, 2011) . The main focus of the analysis was the first (day) level and the relationship of daily co-worker conflicts with job insecurity the next days. Predictors at day level (daily job insecurity and daily co-worker conflicts) were person mean-centred, which implies that the between-person variance for the particular variables is removed (Enders & Tofighi, 2007) . Thus, significant coefficients for those variables reflect the effect of participants being high or low relative to their own mean across the days (Hofmann & Gavin, 1998) . The between-person variables emotional stability and aggregated job insecurity were centred on the grand mean. Missing data was excluded by running analyses, which means that listwise exclusion is performed in order to delete any rows containing one or more missing scores in the first (day) level variable when the analysis is conducted (Raudenbush et al., 2011) . Table 1 shows the means, standard deviations and correlations among the study variables. The means, standard deviations and correlations were calculated at their respective levels using SPSS. Emotional stability was negatively related to aggregated co-worker conflicts, aggregated job insecurity, and job insecurity the next day. The aggregated and next-day measures of co-worker conflicts and aggregated job insecurity as well as job insecurity next days were positively correlated with each other.
Descriptive Statistics
Since 50 per cent of our sample of 66 employees had temporary contracts, while the other 50 per cent had a permanent contract, we also aimed to explore whether there is a difference in the experience of job insecurity by workers with a permanent contract and by those with a temporary contract. In line with the findings by Keim et al. (2014) our results revealed a significant relationship between type of contract and job insecurity next days; workers with a temporary contract reported more daily job insecurity than workers with a permanent contract (r 5 2.25, p < .05).
In order to analyse whether the daily level of job insecurity reported by the participants differed across the five working days, we calculated the intra-class correlation indicating the amount of variance attributed to each level (Hox, 2010) . Our results revealed that 23 per cent of the variance could be attributed to the daily level and 77 per cent to the second (between-person) level, which supports the application of multilevel analyses. Referring to daily co-worker conflicts our results revealed that 34 per cent of the variance could be attributed to the daily level and 66 per cent to the second (between-person) level.
Multilevel Analyses
Results of the multilevel analysis to test the proposed model are displayed in Table 2 . In Model 1, we examined the effects of the control variables type of contract, emotional stability, and aggregated job insecurity (between-person level) on job insecurity during the next days. Aggregated job insecurity was positively related to job insecurity on the next days (b 5 .99, p < .001), while type of contract (b 5 2.07, ns) and emotional stability (b 5 2.004, ns) were not. In Model 2, we entered daily co-worker conflicts (first (day) level). In line with our hypothesis, daily co-worker conflicts were a significant positive predictor of job insecurity on the next days (b 5 .19, p .05), controlling for type of contract (b 5 2.06, ns), emotional stability (b 5 2.001, ns), and aggregated job insecurity (b 5 1.00, p < .001).
DISCUSSION
The aim of the present study was to investigate whether short-term changes occur in the experience of job insecurity, whether these are influenced by daily co-worker conflicts after controlling for type of contract, emotional stability, and aggregated job insecurity. Our findings suggest that variations in job insecurity could be explained on a daily level and that daily co-worker conflicts have an impact on worries about the job during the next few days.
Job Insecurity on a Daily Level
Previous research on job insecurity has mainly been conducted in the form of cross-sectional and, to a lesser extent, longitudinal studies . However, more recent research has demonstrated that job insecurity is more than a consolidated, general attitude. Schreurs et al. (2012) found weekly fluctuations in job insecurity which negatively predicted week-level in-role performance. Yet, there remained an unresolved question, namely, whether daily fluctuations in perceived job insecurity arise regardless of whether ones job is actually insecure. To the best of our knowledge, this is the first study which investigated job insecurity on a day-to-day basis. In line with our assumptions, results of the intra-class correlation showed that 23 per cent of the variance in our data could be attributed to daily variations in job insecurity, giving support to our Hypothesis 1 which predicted that job insecurity varies on a daily basis. Thus, we were able to show that concerns about losing ones current job vary on a short-term basis. The model proposed by Shoss (2017) includes two mechanisms (selection/ perception mechanisms), which-as mentioned in the introduction-might help to explain why co-worker conflicts might increase job insecurity perceptions. Furthermore, Shoss (2017) also distinguishes two foci of threat, namely whether the job is at risk or the person is at risk. Through the selection mechanism the job is at risk, for instance, when people have a temporary contract. In line with these considerations, we found a temporary contract to be positively correlated to the daily perceptions of job insecurity. On the other hand, the person is at risk when risky circumstances are created, for instance when there is a poor relationship with supervisors or-as in our study-when there are conflicts with co-workers. Based on these arguments, this selection mechanism that puts the person at risk might explain the link between co-worker conflicts and job insecurity perceptions at a daily level. More research is needed to address this point, however.
To sum up, it is important to consider this notion in the future, and to investigate which mechanisms may contribute to these daily variations. Since job insecurity is associated with health problems as well as with a possible negative impact on organisations as a whole (e.g., De Witte, 2005) , future studies will have to address in more detail which factors may play a role in short-term variations in job insecurity. As shown in this study, social stressors could be one such important factor.
Social Stressors and Job Insecurity Looking through the Affective Events Theory Lens
Applying the AET (Weiss & Cropanzano, 1996) , we argue that co-worker conflicts may be perceived as threats to the continuity of the current job situation. In other words, social stressors, understood as negative events in the workplace, could increase daily worries about the future of ones job, which in turn increases daily job insecurity (Hypothesis 2). Therefore, we investigated the role of social stressors on feelings of uncertainty on a daily level. We found support for our hypothesis that daily co-worker conflicts were a significant predictor of job insecurity during the next days, even after controlling for the type of contract and emotional stability, which have been seen as predictors of a persons general externally determined job insecurity, and for inter-personal differences in the job insecurity level. So we found that-independent of the type of contract, personality traits, and of the level of aggregated job insecurityco-worker conflicts significantly predicted higher day-to-day job insecurity. In other words, when participants experienced more conflicts with their colleagues they felt more insecure about the future of the job the next day.
Worries about the future of ones job can be influenced by some objective factors, for example, type of contract (Keim et al., 2014; . This assumption is also in line with the proposed selection mechanism by Shoss (2017) . Within the scope of type of contract, our results can be interpreted as being independent of the objective situation. We found that workers with a temporary contract reported more job insecurity on a daily level than workers with a permanent contract, but despite this difference, daily co-worker conflicts could increase the concern about the continuity of the current job situation independently of the type of contract. However, more research is necessary to investigate whether subjective factors such as social stressors remain important beyond (other) objective factors in predicting job insecurity on a daily level. Our findings about the role of co-worker conflicts on a daily level of job insecurity are in line with prior research about the consequences that social stressors at work exert on employees mental and physical health and on their job attitudes (e.g., Bruk- Lee & Spector, 2006; Chen & Spector, 1992; Dormann & Zapf, 2002; Harris, Harvey, & Kacmar, 2009; Hershcovis & Barling, 2010; Kessler et al., 2008; Kottwitz, Gerhardt, Pereira, Iseli, & Elfering, 2018; Meier, Semmer, & Spector, 2012; Otto & Mamatoglu, 2015; Pereira et al., 2016; Spector & Jex, 1998) . Thus, in addition to previous results, the present study shows that job insecurity is yet another negative consequence of social stressors-or, more specifically, conflicts with co-workers-in the workplace. This finding also outlines the importance of positive relationships and of a positive climate at work, in order to avoid or mitigate the effects of social stressors at work on employees and thus on organisations as well.
Another important aspect of our study is that we included emotional stability as a control variable in order to investigate whether daily co-worker conflicts can also predict day-to-day job insecurity after controlling for emotional stability. According to the AET (Weiss & Cropanzano, 1996) , both negative events at work and personality traits can elicit affective reactions (e.g., Glasø et al., 2002) . Our results are in line with the AET (Weiss & Cropanzano, 1996) : We found a negative relationship between emotional stability and day-to-day job insecurity, confirming the relationship proposed by Weiss and Cropanzano (1996) . Research shows that neuroticism (in our study operationalised as the emotional stability/ neuroticism factor from the Big Five) is related to self-reported stress. Participants high in neuroticism reported higher levels of stress (Watson & Clark, 1984) . Costa and McCrae (1980) found that neurotic traits predispose individuals to suffer more from their misfortunes. Blackmore and Kuntz (2011) investigated the antecedents of job insecurity during restructuring and found that neuroticism was a significant predictor. However, daily co-worker conflicts keep being significant for job insecurity even when controlling for emotional stability, which indicates that the association cannot just be reduced to personality traits.
Using the AET (Weiss & Cropanzano, 1996) as a theoretical underpinning, we aimed to investigate whether daily co-worker conflicts at work can have an impact on feelings of job insecurity on subsequent days. We found support for our assumptions: daily co-worker conflicts were significantly related to job insecurity on the next day. Nevertheless, we think that some questions for future research remain, for instance the exact mechanisms which explain the relationship between the two variables. One possible explanation we suggest is pervasive thoughts. As mentioned in the introduction, pervasive thoughts can involve negative thoughts about stressful events at work in the present or past (Brosschot, Pieper, & Thayer, 2005) . Cropley and Zijlstra (2011) also argue that these negative thoughts can be elicited by problems at work. Accordingly, conflicts with co-workers may elicit negative thoughts about these stressors which might increase the feelings of affective job insecurity. Therefore, future research should investigate whether pervasive thoughts mediate the relationship between co-worker conflicts and job insecurity in order to scrutinise the mechanism behind this relationship.
Daily Job Insecurity Predicting Daily Co-worker Conflicts
Based on previous research which indicates that reverse causation is also possible (see ), we also investigated whether daily job insecurity predicted daily co-worker conflicts on subsequent days. Results of the multilevel analysis are displayed in Table 3 . Our results did not support this reversed causation assumption: daily job insecurity did not predict co-worker We included the mean of daily co-worker conflicts and integrated it as a second-level and control variable. * p < .05, ** p < .01, *** p < .001.
conflicts on the following days (b 5 2.14, ns), confirming the direction we proposed in Hypothesis 2, namely that daily co-worker conflicts predict daily levels of job insecurity but not vice versa. Nevertheless, it cannot be ruled out that unmeasured third variables might have affected our results; therefore the relationships we found should not be assumed to be causal relationships. However, these results were in line with the AET (Weiss & Cropanzano, 1996) , which proposes that negative events at work, in our study operationalised by co-worker conflicts, elicit affective reactions. A possible explanation for these results could be the nature of the variables. As outlined above, the AET (Weiss & Cropanzano, 1996) proposes that negative events at work should elicit affective reactions but not the converse. Nevertheless, future research should consider a possible downward spiral in the relationship between social stressors and job insecurity. As the findings of Baillien and De Witte (2009) showed, job insecurity can also predict social stressors. However, this relationship was found in a cross-sectional study. Future research should investigate the relationship between social stressors and job insecurity and a possible downward spiral via a longitudinal design. Altogether, the AET (Weiss & Cropanzano, 1996) seems to receive full support from our results even though we acknowledge that our job insecurity measure might not only cover affective responses but also (with respect to worries, to a bigger amount) cognitive ones. If this should be the case, items that emphasise the fear of losing ones job or important aspects of the job (e.g., "Today I have been scared by the thought of losing my job") should result in even higher associations between co-worker conflicts and job insecurity. Considering that the AET implies that a negative event at work elicits affective reactions (Weiss & Cropanzano, 1996) and that the AET does not specify which work environments are associated with which affective reactions (Wegge, Dick, Fisher, West, & Dawson, 2006) , this study contributes to the literature by investigating the effects of a specific work event (co-worker conflicts) which was related to daily job insecurity increasing worries about the future of ones job. More research is necessary to better understand this relationship and its potential consequences for job attitudes and workers health.
Strengths and Limitations
Since our participants had to invest time in filling in the questionnaire for several days, we tried to keep it as short as possible in order to minimise dropout. Therefore, we assessed job insecurity using a single item measure which could limit the interpretation of our results. There are, however, several studies which measured job insecurity using single items (e.g., Ferrie, Shipley, Stansfeld, & Marmot, 2002; Lee, Colditz, Berkman, & Kawachi, 2004; L aszl o et al., 2010) . Although there is evidence that single-item attitudinal measures can yield adequate validity (e.g., for job satisfaction; Wanous, Reichers, & Hudy, 1997) ,
the literature on job insecurity suggests that multiple-indicator scales would show higher content validity and that single items could underestimate the relationship between job insecurity and its outcomes (see . Nevertheless, this would imply that our single item job insecurity measurement is quite conservative and results could be expected to be at least as high as with multi-item scales. Future research, therefore, should address this important topic.
Because we wanted to investigate the effects of co-worker conflicts on job insecurity in short periods (day to day), we assessed our variables using a diary study, since it allowed us to capture changes in the work context which happen during short time intervals (Ohly et al., 2010) . Ohly et al. (2010) argued that this method provides the opportunity to investigate, for example, how a specific event at work can be followed by a specific affective state. Nevertheless, future research should consider other time lags, especially considering that the time lag can influence the strength of the relationship between two variables (Cole & Maxwell, 2003) .
Furthermore, we found a significant correlation between scores on our single item and those for the general job insecurity scale proposed by De Witte (2000) . This indicates that our item was adequate at measuring job insecurity. The results from the general job insecurity scale in the present study were also in line with those of other studies and thus comparable to the literature, and the mean of 2.67 in the present study indicates that there was in fact job insecurity in our sample. However, in contrast to De Wittes scale, our daily results were skewed towards the left, that is, towards lower values. Since we do not know of any studies which measured job insecurity on a daily basis, at this point we cannot say whether this tendency towards lower values is an issue or not. Thus, the day-to-day variation in job insecurity warrants further investigation.
Another point of discussion is-as mentioned above-the fact that the item we used to assess job insecurity refers not only to the affective dimension of job insecurity but also to the cognitive one. According to Borg and Elizur (1992) , affective job insecurity refers to worries about a threatened job situation that require at least traces of pondering about the likelihood of losing ones job (i.e., cognitive job insecurity). It would be interesting for future research to investigate both dimensions of job insecurity and to analyse if they show similar variations on a daily basis or if the affective dimension of job security indeed is more strongly associated with affective events which could be expected from the AET (Weiss & Cropanzano, 1996) .
To assess job insecurity, our item asked for worries about the future of the job. Therefore, we are not able to discern whether people worry about losing their jobs as a whole (known as quantitative job insecurity) or about losing important job features (i.e., qualitative job insecurity). Since different definitions of job insecurity have a common denominator, namely concern about the future of the current job (see De Witte, 2005), our item was based on this idea as well as on the definition of Borg and Elizur (1992) who defined job insecurity as concerns or worries about losing ones job or particular job features. In any case, future research should differentiate between quantitative and qualitative job insecurity in order to investigate whether both dimensions are equally sensitive to daily conditions such as conflicts with co-workers.
Our sample size could be seen as another limitation of our study. We had a relatively small convenience sample which could reduce the predictive power of our model and increase the risk of overlooking significant effects. Moreover, the participants in this study were recruited using snowball sampling which does not allow for generalisation of our results. Hence, future research should try to replicate these results with a bigger number of participants and with a representative sample.
Furthermore, we assessed our variables by using self-reports, which could influence research outcomes by increasing the likelihood of inflated effects due to common method variance (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) . Nevertheless, research suggests that a self-report survey could be an appropriate measurement depending on the research question (Spector, 2006) , and that both job insecurity perceptions and co-worker conflicts can be adequately evaluated from a subjective perspective. Semmer, Grebner, and Elfering (2004) also suggested that even though self-report surveys could have some problems, for instance in that they could reflect response styles rather than substantive relations, other kinds of measures (such as observational measures) are not necessarily better than self-report measures. In fact they found that the associations of both of these types of measures and their outcomes are very similar. They also argued that every measure has its own difficulties. Observational measures, for example, require extensive training of observers and might not represent the objective situation because observers only have limited and indirect access to what is going on inside peoples minds . Furthermore, observers could underestimate, for instance, social conflicts at work because this kind of stressor might not be shown in front of them; a reason why self-report measures could be more adequate in this case (Zapf & Semmer, 2004) . However, independent of the measure, Semmer et al. (2004) suggested that it is very important to consider the aim of a study in order to decide the kind of measure which is needed, and that the different measures could be a complement of each other rather than a substitute.
Another point of discussion referring to the AET (Weiss & Cropanzano, 1996) is that we integrated only one aspect of the whole theory in our study, namely the relationship between a negative event at work and affective reactions after controlling for personality traits. However, we did not integrate other aspects of the model, for instance work attitudes and affective-based behaviours, which are both directly affected by affective reactions. Furthermore, we also did not integrate cognitive-based behaviours which, according to the model, are mediated by work attitudes such as job satisfaction (Weiss & Cropanzano, 1996) . This aspect could be very important to investigate because social stressors and job insecurity could have negative consequences for organisations. In the context of AET (Weiss & Cropanzano, 1996) , a possible consequence is that workers are less satisfied, which could increase, for instance, their turnover intentions (e.g., Tett & Meyer, 1993) . To better understand the theoretical implications of social stressors and job insecurity, for future research it would be important to integrate these variables in order to better understand not only the relationship between a negative event at work and affective reactions but also the consequences of this relationship and how it can affect workers and organisations.
Practical Implications
Our findings could have some interesting practical implications for organisations. First of all, previous research shows that job insecurity has negative consequences not only for workers, but also for organisations (e.g., Cheng & Chan, 2008; De Witte, 2005) . It is therefore important to reduce job insecurity in employees, in order to preserve or even improve the organisations market performance. Our study showed that job insecurity varies on a daily basis. Thus, it could be helpful to make employers aware that job insecurity varies intra-individually across workdays and therefore might be more malleable than previously thought. This also means that it could be modified by means of different interventions, for example, by improving the communication in an organisation (De Witte, 2005 ) on a day-to-day level.
Furthermore, studies also show that conflicts at work can affect organisations and personal health or well-being (e.g., Bruk Lee & Spector, 2006; Dormann & Zapf, 2002; Hershcovis & Barling, 2010; Meier et al., 2012; Otto & Mamatoglu, 2015) . Therefore, social stressors should be reduced. Since not all conflicts can be avoided, it would also be important for employees and leaders to learn strategies for how to better cope with these social stressors at work, how to deal with conflicts or how to provide constructive feedback. In line with the AET (Weiss & Cropanzano, 1996) , daily social conflicts might bear the risk of dissatisfaction through feelings of job insecurity affecting organisations and personal well-being. These central issues should be faced in future studies. Even simple measures such as occasional social activities in teams could contribute to a better (team) climate (Rentsch, 1990) . In other words, managers could promote social interactions-e.g., promote a friendly atmosphere, facilitate some social activities such as joint lunch, etc.-on a day-today basis as well as improving the level of social support, which has been shown to buffer the stress-strain relationship (e.g., Frese, 1999; Lim, 1996) .
Since the literature shows that stressful daily events can predict well-being (e.g., Kanner, Coyne, Schaefer, & Lazarus, 1981; Monroe, 1983) , it could be very important for managers to create an organisational culture that is capable of promoting good relationships among co-workers in order to improve the climate in the organisation, reducing the consequences of co-worker conflicts, and decreasing the feelings of job insecurity (Garrido V asquez, Truyen, & Otto, 2017) .
To sum up, our study extends knowledge about the phenomenon of job insecurity by investigating its day-to-day variation, and it complements previous research on the negative effects of social stressors at work by shedding more light on the effects of co-worker conflicts on day-to-day feelings of job insecurity.
